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SUMMARY 



Objective 

The objf ^live was delerminalion of ihc relations between responses to the Occupational Attitude Inventory (OAI) 
and overall job satiBfaction, reenlistment intent, and actual reenlistment decisions. 



Background/Ralionide 

The OAI was developed to assess multiple dimensions of job satisfaction operating In the enlisted work environment- 
The OAI i» composed of three sections. Section I, General Information, consists of 51 itemf^conceming demographic, 
biographic, job-related information, and attitudes toward reenlistment, global job satisfaction, and job interest Section 
11, Occupational AttUtuU Information, consists of 200 job satisfaction items addressing specific aspects of the job, th^ 
last 10 of which apply to supervisor) work. Section III, Importance ofJobAspecU to Career Decisions, contains 35 itemb 
on job aspects. Demonstrating the validity of the OAI would provide Air Force managers with a device for assessing 
important factors in the work environment that relate to job satisfaction, reenlistment intent, and reenlistment behavior 



Approach 

The OAI survey instrument was administered to two samples of first-term airmen; 1,217 in 1973 and 4,784 in 1975. 
For both year», cntena consisting of concurrent statements about global job satisfaction and reenlistment intent and the 
subsequent reenlistment behavior were regressed on responses to the 189 non-supervisory occupational attitude items 
of ihe OAI and a set of 53 biographical and job-related predictor variables. Analysis samples were developed on the 
basis of whether airmen were eligible to reenlist and whether separations from service were voluntary, OAI responses 
for each year were cross-validated against the three criteria from the other year. 



Specifics 

The OAI was significantly related to global job satisfaction, reenlistment intent, and actual reenlistment. Variance 
in the criteria was improved by 9% to 59% with the OAI over the amount achieved with biographical and job-related 
variables. 

Specific occupational attitudes shown to be linked with global job satisfaction included job interest, challenge, use 
of abilities, and accomplishment. Occupational attitudes linked with reenlistment intent included pay and benefits as 
compared to civilian jobs, removal of irritants, consideration that airmen receive from the Air Force, and the opportunity 
to contnbute to national defense. Occupational attitudes linked with reenlistment versus separation included pay and 
benefits compared with civilian jobs, consideration that airmen receive from the Air Force, and educational and 
recreational opportunities. Airmen who were not satisfied with these aspects of the job were more likely to leave the 
service. These findings were consistent for a number of analysis samples based on several different reenlistment criteria 

Results of a cross-vahdation demonstrated that the relations of the OAI to global job satisfaction, reenlistment intent, 
and actual reenlistment were stable and consistent across time. 



Condufions/Recommendations 

The strong positive relations between responses to the OAI and overall job satisfaction, reenlistment intent, and 
actual reenlistment behavior demonstrate that the OAI provides an adequate basis for assessment of work-related attitudes 
of individual airmen. As a consequence, the instrument would be useful in guiding managcmqnt activities to improve 
job satisfaction in the enlisted force. Improvement in job satisfaction may, in turn, result in a host of desirable outcomes, 
such as maintaining a high quality of working life and increased motivation, productivity, and retention. 
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PREFACE 



This research was conducled under Project 7734, Development of Methods for Describing, Evaluating, 
and Structuring Air Force Occupations. The investigation was initifited under Work Unit 77340508, 
•Validation of the Air Force Occupational Altitude Inventor)," and was completed under Work Vnit 
77340817, ^Trocess Models of Personnel Turnover.*' These Work Units are part of a larger research effort to 
provide Air Force managers with devices, models, and strategies (a) to improve evaluation of job 
performance, career motivation, retention, job satisfaction, and individual/unit productivity and (b) to 
ebiablisli coniprehenbive skill management and reenlibtment/career assignment programs. The effort is to 
mvolve longitudinal and cross-sectional research studies to accoiuplisli in-depth analyses of atlritioii, 
retention, cud retraining issues and to identify factors to improve job satisfaction and productivity. 

The authors wish to expresb their appreciation to Dr. Raymond E. Christal, Dr. Joe T. Haxel, and Dr. 
William E. Alley of the Air Force Human Resources Laboratory for their technical advice in the 
acromplibhmem of this study. Recognition is made of the absistancc of Sgt Chris Ebaugh, Sgt Jim Williams, 
and Ms. Kathleen Donahue in conducting computer analyses. 
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OCCUPATIONAL ATTITUDE INVENTORY: USE IN 
PREDICTIONS OF JOB SATISFACTION, REENLISTMENT 
INTENT, AND REENLISTMENT BEHAVIOR 



I. INTRODUCTION 

Background 

Reenliadnent ralcb arc inipurlanl Inditanlb uf liic lev c la uf jub experience lu be fuunJ in I be Air Puree in I lie 
future. Tlie mix of experienced and inexperienced personnel baa a direct iuipaci uii niiaaiuii rcadineaa. Obviuual), 
aa reenliatuient ralCb decreaae, acceaaiuna niuat increase. Unfurtunalel), tlie puul uf yuung people available fur 
accebaiun inlu llie military la decreasing. Tbc pupulatiun uf bigli acbuul graduated readied a Ingb uf 3*2 inilliun in 
1973 and i» projected lo decline (o 2.7 niilliun by 1984 (L\S. Census Bureau, 1977). .\dduniing tbat ibere arc no 
significant cbangcs In the number uf wumen entering tbe Air Puree, the key tu recruiting is tbc puul uf men turning 
18 yearb old, tlie U.S. Census Bureau projects tbat tliis number will decline tu 1.6 niilliun in 1995 ^U.S. Census 
Bureau, 1977). About 25 percent (tOO,000) of tbesc men will nut be available because tbey will nut meet tlie 
minimal entry requirements fur iiiilitdry service. Abuut balf uf tbc remaining K2 niilliun will [irubably gu iu 
c'ullege. Tberefure, tlie military services will liave tu enlist fruni lite utiicr 600,000. Pull enlistment uf tliuse 
remaining is duubtful since ibe services will be in direct cumpetitiun willi civiban business and industry fur tliese 
entry level inanpuvver resuurces. Pur tbis reasun tlie services must make an even mure cunceiitrjted effurt tu keep 
rcenlislnicnt rates among qualified individuals already on board as bigli as possible. 

Numerous researcb effurts by all ibe services (Buyd & Buylcs, 1969, Guldnian & Wurstine, 1977, Guinti, 
Berbericb, & Vitula, 1977, LaRocco, Gundcrson, & Pugb, 1975, Tattle & Ila/el, 1974) liave fuund significant 
rclatiunsbips between jub satisfactiun and reenlistment decisiuiis. If tbe jub satisfactiuii variables wiib ibt, struiigcst 
impact un reenlistment decisiuiis can be identified, effurts can be inaue tu cbaiige eitlier tbe variables ur 
perceptions about tbe variables to improve reenlistment rates. 

The Air Force Job Satisfaction Project 

Siiuc 1971, a lumprebciisive job satisfactiun resrarib prujeit lias been cundtu ted b) llic Muiipuwcr and 
Personnel I)i vision uf tbe Air Puree Hniiian Resunrces Laburatury. Tbc ubjeitive uf tbe prujeit was to iiivesligate 
till' impact of work-related factors on job satisfaction and enlisted caieer deuaiuiis as a alcp toward rcaibiiig tbe 
goals of fnll ulili/.ation of personnel, retentivii of qualified pcisuiiiicl, inaiuti iiaiKi of i ritual akilla. and imrcaaul 
productivity. Tbe basic elements of tbe project wei.'^ as follows, "(a) Jcfiiie tlit iliiiiciisiona of job aatiafai tioii, (1.) 
niecistire atitisfaition levels on tliese dimensions, (i) identify prublcni areas wbiili lia\( llie greatcat poti iitial fur 
iiiipruvetiiciit tliruugli jub aalisfaction researili, (d) determine tbe effects wbiib apci ifu i bangt> in job ioiitt;nt 
bave on job attitudes, and (c) implement job reengiiieeriiig actions and measnrc tbcir tffi i Is on job ailittidis. job 
performance, and eventual reenlistment decisions** (Gould, 1976, p.5). 

Tbe first pbase of tbe job satisfaition researtb project required tbat an i-ivcnlury hv developed lo aaaeas tbe 
dimensions of job satisfaction operating in tbe work environment of tbe Air Pone (Tntlle & Ila/.eL 1974). In 
developing tbe inventory, Tuttle, Gould, and Ha/el (1975) by potbest/*ed relevant job .^atisfaitioti diiiien.<>ions and 
produced a scale for iiieasuring lliose dimensions. Gould (I97B) validated tbe by potbcsi/.cd diim naiuiia, ( xamincd 
tbe rating siale, and reiliued tite item pool to tbe ininiinuni number requirr.d lo aa.^css tbc job atliludt domain of 
tbe work environiiient for enlisted personnel of tbe Air Pone. Tbe resulting inventory, tbc Tnitcd Slaica Air Porn: 
Oil upalioiial Attitude Inventory (OAl), is composed of tlirec scitioiis. Settion I, General Itifut iiialion, louaists of 
31 items lonceriiing an Air Porte iiieniber\*> deinogr^pliical and biograpbiial background, jub-relalcd information, 
attitudes toward reenlihtmcnt, global job satisfaition, and job interest. Seition II, Oiuipational .\tlitudc 
Information, consists of 200 job satisfaction items (omeriiing spei ifii aspei Is of tbc job. tin last 10 iti iiia of wliiili 
apply to supervisory work and are to be torn pie ted only by ptrsonm.l wboaupcrvi.M olbcrs as part of tbiir job. Tbc 
nou*snpervisory items from tbe Ok upational Attitude liifurmatioii Seitloii are sbowii in Appendix \ of tbIs report. 
Tin jobsatisfattioii attitudes of respondents toward tbe items are Indiiated on a 9- point rating at ab ranging from I 
= extremely dissatisfied to 9 - extremely satisfied. Seitiuii III, Importauie of Job .\sputs to Career Deiisioiis, 
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conlains 35 ileins reprcsenliiig each of llie 35 dimensions initially liypolliesized in llic dcvclopmcnl of ihe 
mvenlory. The items are rated on a 9-poinl scale, ranging from 1 = JiOi important to 9 = extremely important. At 
the end of Section III, space is provided for respondents lo >vrite in additional positive or negative comments 
concerning iheir service in the Air Force» 

The basic mstrumeiit used in this study has been underdevelopment and refinement during various periods 
for over 8 years, and represents one of the most comprehensive and carefully researched job satisfaction measures 
of those commonly in use (Pritchard & Shaw, 1978). Since its development, the OA! has been used and discussed in 
a number of job satisfaction studies. See Appendix B for a bibliography of various research reports which have 
resulted from these investigations. Gould (1976) provided a review of OAI-related research through September 
1976, and smcc then, OAI-related research has also included an examination of first-term and careerist attitude 
differences (Edwards, 1978) and a longitudinal study of attitude differences among Air Force personnel in 
differing work roles (Finstuen, 1981). 

Purpose and Hypotheses 

The purpose of the present study was to provide knowledge of the concurrent validity of the OAI against 
global job satisfaction and reenlistnient intent attitudes and to assess the predictive validity of the 0\I with respect 
to actual reenlistnient rales. To this purpose, a series of hypotheses were proposed: 

HI : Global job satisfaction, reenlistnient intent, and actual reenlistnient for first-term enlisted airmen will 
vary as a function of biographical attributes, job-related information, and occupational affect as 
measured by the OAL 

H2: Functional relationships between the OAI and global job satisfaction, reenlistnient intent, and actual 
reenlislinent will be found to exist even when the effects due to biographical and job-related 
differences are controlled for or held constant in prediction. 

H3: The specific OAI items displaying the highest degree of association with global job satisfaction, 
reenlislinent intent, and actual reenlistnient will remain stable across lime, 

H4: Cross-vahdalion of occupational attitude equations developed for samples in separate years will result 
in consistent and significant predictions of attitudes and reenlislmeiil behavior across lime. 



11. METHOD 



An opportunity to examine the eoncurrcnl and predictive validity of the OAI was made available when the 
instrument was administered in March and April of 1973 and 1975 to random samples of enlisted Air Force 
personnel. 

Samples 

The samples included 1,217 and 4,784 first-term airiiieii (respectively, for 1973 and 1975) for whom 
complete predictor and criterion data were available. For both years, only firsl-leriii airmen who enlisted for a 4- 
year lour comprised llie analysis sample. To assess the reprcsenlaliveiiess of the samples, eouiparisons were made 
of selected cluiracleristics of each sample with corresponding characteristics of the population, i.e., the first-term 
enlisted force, for both years. The analysis samples were representative with respect lo sex, academic education 
level, mariial status, and Duly Air Force Specialty Code (I)AFSC). However, bolh .samples were somewhat uiider- 
represeiilaiive of ilie grades of Airman and Airnian First Class and over-represeiilalive of Sergeaiil and Slaff 
StTgeaiil. 
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Independent Yuriables 



Two sets of Independent measures were included In the study. 189 non-bupervisury iteni& frum Section II, 
Occupatiunal Attitude Information, of the OAli^ho>vn in Appendix A, and 33 biographical and job-reldled 
variables. The latter group included the following variables. Airman Qualifying Examinatiuns (AQE) aptitude 
measures, race, sex, age, education, marital status, number of dependents, size of hoinetuwn, time spent reading, 
months of total active Federal military service (TAFMS), months on the job, number of &uburdinate5, grade, and 
occupational membership. 

Dependent Variables 

The purpose of this study was tu examine the concurreiu validity of theOAI againt>t global job &ati&factiun and 
reenlistinent intent, and the predictive validity uf the instrument with xespect tu reenli&tmcnt behaviui. Global job 
satisfaction was assessed with the que&tion. "In general, how &atit>fieJ are you with your pre&cnt job?** Respon&e& 
were made on an 8-point rating scale ranging from 1 = extremely dissatisfied to 8 - extremely satisfied. 
Rcenlistment Intent was measured by responses to the question, ''Do you plan to rcenli&t al the end of your current 
enlistment?** as&essed on a l^point rating scale ranging from 1 definitely will not reenli&l to 4 - definitely will 
rccniist. « 

Both global job satisfaction and reenlistment intent items were included in the 1973 and 1973 administrations 
of the OAI so that analyses using these criteria could have been accomplished immediately. Howcvci, it was not 
possible to complete all concurrent validation procedures soon after 1973 because additional time was needed for 
events related to formal reenlistment eligibility to occur. The analyses were performed separately for airmen who 
were eligible and ineligible to reenllst. Thus, for airmen who had only recently entered the service In 1973, up to 
36 months for those on 4-year enlistments were needed to reach the point at which qualitative .screening for 
reenlistment eligibility takes place. Also, with respect to predictive validations, up to 1 years was needed for air men 
entering in 1975 to reach the point In their career at which a reenlistment decision was to be made. 

Reenlistment is one of three broad categories of personnel actions which occur at the end of an alrman*s tour 
of duty. The other two categories of actions are losses and extensions. Each of these three categories contains many 
specific events that arc recorded as personnel actions in official Air Force personnel files. Prescribed conditions for 
.the classification of particular events into rcenlistments, losses, and extension categories arc provided in Air Force 
Manual 35-4 (1980) and in Air Force Regulations 39-11 (1966), 3541 (1975), 39-10 (1977), and 35-7 (1978). 
Analyses with rcenlibtmcnt criteria included only airmen who recniisted or were lost. Those who exiended were 
excluded. 

A auinbcr of authors (MacKInncy & Wolins, 1959, Muchinsky & Tuttle, 1979, Porter & Steers, 1973, Schuh, 
1967, Wild, 1970) have provided both empirical and theoretical reasons to categorize turnover into voluntary 
versus Involuntary lerminations. Peronnel action codes associated with events In the loss category unique to these 
two classifications were grouped, therefore, on the basis of the type of discharge into voluntary and involuntary as 
shown in Appendix C. A voluntary loss was defined as a separation initiated by the member. In which case, the Air 
Force would not have objected %v that member remaining in service. Examples of voluntary losses were (a) normal 
separations at the expiration of the obligated term of scr\Icc, (b) early separations to enroll in educational 
programs or accept employment with a civilian law enforcement agency, and (c) voluntary discharges requested by 
members for miscellaneous reasons. An involuntary loss was defined as a separation initiated by the Air Force, in 
which case, the member may or may not have preferred to remain in service. Examples of reasons for involuntary 
losses were drug abuse, shirking, financial Irresponsibility, and permanent physical disability. The categorization 
of losses into voluntary and involuntary categories was based on the belief that occupational attitudes assessed by 
the OAI would be must closely related to reenlistment behavior over which the individual had control. 

Beyond division of the actual reenlistment criterion on the basis of voluntary ^involuntary separation, the 
three criteria (global job satisfaction, reenlistment intent, and actual reenlistment) were divided on the basis of 
formal reenlistment eligibility. Because reenlistment in the Aii Force is a privilege, not a legal right or ciilitlemeiit, 
at the 36th month point in a 4-year enlistment the unit commander acts on the rcconinicndation of an airmai/s 
supervisor to permit or deny the alrman*s reenlistment. The supervisor*s rcconiniendalion is based on evaluation of 
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llie diilj perforinance, Uiiil PerMJiinel R';cord Group iiifoniialioii, and (If applicable) AF Form 1137, die 
Infavorabh Informalion File Summary^ of die airman under tonhideralion. ReenlislmenI \i> pcriuiUcd if die 
airman (a) does noi become ineligible due lo &utli fat»ori> a& altobol abuhc, involvenicnl in ci.il (ourl cliargcs for 
odier dian minor offcnj>e&, or serving a &enlcnee or suspended &enlente of a tourl-marUal, (b) ha& die qualilies 
necessary for conhnued herviee, and (c) tan fill a &petifit&kill requirement or anodier &kill dirougli relrainiiig (Air 
Force Rcgulalion 35-16. Vol. I, 1981). j 

A& a rcsull, eiglil aUiUidinal and reenlislmcnl i^riteria were developed. For global job sah&facUon and 
reenlisimenl nUenl, diere were Uvo calegorie^, eatb ba&ed on formal reenli&lmcnl cligibllil) . eligible and ineligible 
combined and eligible onl>. Tbese four taJegoric& are &liown a& trileria 1 lo t in llie following li&l. Tbis di^ision 
permiUed die as&e&&mcnl of die effetih of die indepeiidenl variables on global job aadafadion and recnlislmenl 
intent for airmen wliom tlie Air Force judged suitable for retention. For actual reenlistnient, tlicre were two 
categories of voluntary/involuntary separations for eaJi of tbe two uitegurie& of rccnlistincnt eligibility. Tlie 
resulting four categories are jsbown as criteria 3 to 8 below. In certain tase& "eligible to rccnlist" may be rcdniidant 
Willi iiuoluniary separaiion/' but tbe u&e of botli in treating analy&is aamples i& justified because an airman 
declared eligible to reenlist at tbe 36tli niontb jioini may betomt incligiblt before readnng tbe recnli&tmcnt 
decision point. 

1. Global Job Satisfaetion: Eligible and Ineligible 

2. Global Job Satisfaction: Eligible Only 

3. Reenlistnient Intent: Eligible and Ineligible 

4. Rccnlistincnt intent: Eligible Only 

5. Actual Hcenlistineiit: Eligible and Ineligible. Voluntary and Involuntary 

6. Actual Reenlistnient: Eligible and Ineligible, Voluntary Only 

7. Actual Reenlistnient: Eligible Only. Voluntary and Ii.volniUary 

8. Arliial Reeidistment: Eligible Only, Voluntary Only 

Figure 1 displays tbe eonibinatioiis of outcomes, disi barge types, and formal reenlistnient eligibility 
classifications wbieli were used in defining die four actual reenlistnient criteria (5 to 8). Reenlistnient was coded 1 
if airmen were retained, zero otiierwisc. 
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Reenlistment 



Reenlisted 
Eligibles 
Only 



OUTCOMES 



Separation 



Voluntary 




Involuntary 



Eligible 
Ineligible 



Disposition Initiative 



Full comparison - Criterion coded 1 if retained, 0 otherwise 



Reenl 




Vol 


Invol 



Eligible 
/ Only 



Comparing all eligible airmen for 
reenlistment and separation 

Criterion coded 1 if retained, 
0 otherwise 



Reenl 



Vol 
Only 



Eligibles 
Ine'^Ligibles 

V 

voluntary separations 



Comparing al 

with reenlistment 
Criterion coded 1 if retained, 

0 otherwise 



Reenl 



Vol 
Only 



Eligibles 
Only 



Comparing all eligible airmen who voluntarily separated with those 
who reenlisted - Criterion coded 1 if retained, 0 otherwise 



Figure L Three-dimensional data structures for making predictions of 
reenlistment using various separation classiHcations/^ 



^The fuur cracrioa data sets puriray variuus scparailon and rccnlisiiueiu uuicuiiioh. Ouicuint:) arc clas&ificJ furnial 
cligtbiliiy, ciilicr eligtble lu rccnli»( ur ineligible, dnd by dispusiiiun iniliaiive, cuhci vuluiiUiry ur tnvuluiaaf|. Tliu&c aiiincii 
that rccnlisl miisi be eligible. Bolli llie 1973 and 1975 samples were coded as shown above. 
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III. RESULTS 



As noted earlier, ihisslud) examined four h)pulhc8C8,The analytic protedureb ui>ed tu test the liyputheses are 
described in the following paragraphs. The results are prebcntcd In the following order, (a) dcbtriptlve blatlstics for 
dependent and independent variables, (b) development and tests of multiple linear regre^blon equations, (c) 
analyses of specific occupational attitude items, and (d) dlacusslon of the le&ulto of the eross-applltatloii uf the 
197.3 regression equation weights to the 1975 sample, and vice versa. 

Deseriptive Statistics 

Table 1 presents means and standard deviations for (a) the criterion attitude ltem», (b) global job satisfaction 
and reenlistnient intent measures, and (c) the actual reenllstment rates for the 1973 and 1973 samples, divided Into 
eligible only and eligible/ineligible categories. Global job »ati»fattIon and reenllatmcnt Intent appeared to be 
slightly higher for the samples comprised solely of airmen eligible to reenlist. As would be expected, actual 
rcenlistinent rates were also slightly higher when only eligible airmen were considered. With the exception of the 
eligible-only/voluntary involuntary samples, attitudes and recnilatment ratea appeared similar foi both 1973 and 
1075. Overall, however, these data indicated that 60 to 70 percent of the first-term airmen In these samples did not 
reenlist, whether categorized by eligibility or separation type. 

Table 1. Descriptive Statistics for Criteria— Global 
Job Satisfaction, Recnlistmcnt Intent, and Actual Reenllstment 

Eligible Only Eligible-Ineligible 



Criterion Year N Mean SD N Mean 



Attitudes 

Global Job Satisfaction 


1973 
1975 


961 
3,753 


4.75 
4.82 


2.10 
2.11 


1,217 
4,784 


4.65 
4.69 


2.14 
2.15 


Rcculistiucnt Intent 


1973 
1975 


961 
3,753 


1.95 
2.29 


.84 
.99 


1,217 
4,784 


1.91 
2.22 


.84 
.99 


Reenlistment 
Rates by Type 
of Separation 


Year 


N 


% 






N 





Volunlary/Involuiiiary 1973 " 896 35.60 1,131 29.00 

1975 2,993 40.83 4,017 30.92 

Voluulary Only 1973 835 38.20 968 33.88 

1975 2,988 40.90 3,650 34.03 



Note. Global job saiisfachon was scaled 1 « extremely dissalisficd io 8 « cxUcmcly halisficd. Rccniishucnt inlenl was 
sealed 1 = dcfiniicly will nol rccnilsl to 4 = dcfinilcly will rccniisl. 

Table 2 pifACiilA iiieait.*) and .*>iaitdard dcviatioiid for (he hiOgrapliital and joh^relaled variables. The 
liiograpl*Kal vanahIcA were upuiuJe M.oreb* rate, gender, age, eduialion* luariial &iaUi&, luiinher of de[)Ciidcnls, 
popuhuiuii of pre-enli»hiieiil residence* and iiiue &penl readiitg. Job-related vanableb were loUl atUvc Federal 
military aitviu; (TAI'MS), total inunth.s iipeiit on the jois the number of people AU{)CrviAcd, lullitaiy grade, and 
U4 ( upaiiotial mi iiiher(>liip. Squared terin.*> were inlrodu ed tu auouiit for ^jieiifK turvilmcar relalionfthipb in 
jiuliM-qiiciii hiitar rcgrt'^^.sion equatiunA. Meano for uduuiiiun. martial ."^tatun* and gradt rc[)reAtiit the [irofiortion of 
m< mlier.*>lM|) in t at h of the dn hotomuu.^ly ituled (ategorie.*>, and when added* the proportiond .'>um to 1.0 or 100% of 
(he .sample. 
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Table 2. Means and Standard Deviations 
for Biographical and Job-Related Variables 



Variable 
Name 


Predictor 


107^ (N s 


1 131)21 


1975 (N 


» 4,017) a 


Mean 


SD 


Mean 


SD 




AQE Aplitudc Measures 










Api(l) 


Mcclianical 


61.69 


21.74 


58.90 


21.75 


Api(2) 


Adiiiinislralive 


64.45 


21.29 


56.65 


20.60 


Api(3) 


General 


67.19 


18.72 


63.71 


17.89 


Api(4) 


Eleelronics 


66.24 


21.05 


63.84 


19.79 


Api(5) 


(Mecbanical)^ 


4,277.39 


2,553.75 


3,942.52 


2,501.90 


Api(6) 


(Adininislralive)' 


4,606.30 


2,602.22 


3,632.85 


2,341.59 


Api(7) 


(General)' 


4,865.14 


2,404.75 


4,378.32 


2,274.58 


Api(8) 


(Eleclronies)' 


4,830.90 


2,639.85 


4,466.71 


2,459.77 


Api(9) 


AFQT/AFWST 


63.35 


22.67 


61.21 


18.06 




u\i \^ 1/ j\r wo 1 / 




2 714.42 


4 07*5 07 


2 27*>.03 


Race(l) 


Raee 


.92 


.27 


.86 


.35 


Scx(l) 


Sex 


.95 


.23 


.91 


.29 


Agc(l) 


Age in Monllis 


271.52 


23.88 


266.19 


22.87 


Age Sqrd (2) 


(Age)' 


74,294.10 


13,399. J 1 


71,378.40 


12,630.95 


Edueation 










E(l(l) 


Less than High Sehool and GED 


.06 


.24 


.06 


.25 


£(1(2) 


High School Only 


.74 


.44 


.80 


.40 


Ed (3) 


Some College 


.14 


.34 


.12 


.32 


Ed (4) 


College Graduate and Beyond 


.06 


.25 


.02 


.14 




Family 
Marilal Status 










Fam(l) 


Single 


.53 


.50 


.51 


.50 


Fa in (2) 


Married 


.45 


.50 


.45 


.50 


Fain (3) 


Divorced 


.02 


.14 


.04 


.19 


Fain (4) 


Number of dependents 


1.70 


.82 


1.74 


.87 


Fain (5) 


(Dependents)' 


3.55 


3.29 


3.78 


3.73 




Background 










Bkgd(l) 


Population of Residence 


2.75 


1.32 


2.63 


1.14 


Bkgd(2) 


Time Spent Reading 


2.94 


1.20 


3.24 


1.16 


Job-Related 










lob(l) 


Total Active Federal 












Military Service (TAFMS) 


24.95 


11.84 


27.83 


12.43 


Joli(2) 


(TAFMS)' 


762.39 


658.86 


914.96 


736.09 


Job(3) 


Total Monttis on Job (MOJ) 


15.42 


10.90 


16.93 


11.56 


Job(4) 


(MOJ)' 


356.63 


479.32 


420.16 


517.26 


Job(5) 


Number of Subordinates 


.43 


1.50 


.45 


1.59 


Job(6) 


(NSUPV)' 


2.43 


13.76 


2.78 


16.23 




Grade 










Grd(l) 


Airman 


.02 


.14 


.03 


.17 


Grd(2) 


Airman First -Class 


.07 


.25 


.11 


.31 


Grd(3) 


Sergeant 


.74 


.44 


.80 


.39 


Grd(4) 


Staff Sergqanl 


.17 


.38 


.06 


.23 



Note. Ill nddihoii, there were 18 oceupaiional incinbership variables including Conlrol .XFSC-^niiic categories (C.\FSC) 
and Duly AFSC— nine categories (DAFSC). Vanable» were coded 1 if in that taicgor>, 0 ulherwihc. Oceupaiional incnibership 
i.aiegoriesi'Oii»isied of. (1) Electrical Equipiiieiii Repairmen, (2) Comiiiuiiitalioiis and Inlclligeiuc Spetiallht»« (3) Medical and 
Dental Spoiiahsis, (4) Oilier Tednncal and Allied Specialists. (5) Adiniiiisirativc Specialists and Cltrks« (6) Mcclianical Equip- 
nieni Repairiiieii, (7) Crafisinen, (8) Service and Supply Handlers, and (9) all remaining occupations classified as Other. 



^Sample reflect eligible and ineligible members, both voluntary and involuntary separations. 



^ Coniparing the eharaclerisiics of the two samples, as re\ealed in Table 2, average aptitude scores appeared to 
be somewhat higher in the 1973 sample than in the 1975 sample. Race and sex were dlcliotomous variables, coded 
respeeiively 1 if Caucasian, 0 otherwise, and 1 if male, 0 otherwise. In the 1973 and 1975 samples, llie percentage 
of Caucasians were, respectively, 92% and 86%, and the respective percentages of males were 95% and 91% In both 
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aaiiiplca. 94% of (he ciiniicii iiad toiiipictcd liigh atliool and appruxiiiia(cl) uiie^lialf were dinglt. Prc-tiiliddiicnl 
reaideiitc »i/.c (lioiiitnown) was staled 1 - fanii/ranth or (own uf less lliaii 1,000 pupulaliun, 2 ^ (own of 1,000 but 
less ihaii 30,000, 3 - lowii of 50,000 bul less llian 100,000, i - uiy of 100,000 but less llian 500,000, and 5 - cil> 
of 300,000 or larger. Aiiiuuril of Uiuc sptsiii reading was staled from 1 ^ none (o 3 = more llian 7 hours per week. 
There appeared lo be few unportanl difftrcntes between (ht (wo samples on ihc dinitwisions of (best background 
variables. In addition, airmen m (he two samples did not differ meaningfully in (ernis of (ime in (he scrvitc or (ime 
on (he present job. In both samplcb, airmen had served approximately 2 yeans in the scrvitc and had spent an 
average of abou( 16 mondis on (heir presen( jobs, Mob( airmen in bo(h samples, 91% in 1973 and 86?^ in 1975, had 
a((anicd (he grades of Scrgcan( and S(aff Sorgean(. 

Development and Tests of Regression Equations 

Muhiple linear regression equa(ions (Bo((enberg, 1960, Bodenberg & Ward, 1963, Ward & Jennings, 1973) 
wcrt tonstrutted to assess the effetts of ottupational attitudes upon three triteria. global job satisfaction, 
reenlistnient iutent, and reenlistmcnt behavior, while tonirolling for the effetts of biographital and job-related 
variables. These equations art shown in Table 3 and are spetified usmg the variable names identified in the first 
tolunin of Table 2. A diagram depitting iliese f unttional rtlation.>>hips for first-term enlisted airmen is presented in 
Figure 2. ^ 

Table 3. SpeeiHcations of Multiple Linear Regressiori Equations 

Biographical and Job-Related Variables Restricted Model (A) 

Y = WqU + Wj^Apt(l) + W2Apt(2) + ... + Wj^pApt^^^) 

+ Wj^j^Race(^) + w-j^2S^^^"'*^ Wi3Age(^) + wj^/^AgeSqrd^^) 
+ wi5Ed(l) + ... + wigEd^^^ + w^gFam^l) ... + W23Fam(5) 
+ W24Bkgd(l) + W25Bkgd(2) + w26Job(^^ + ... + W3iJob(6) 
+ W32Grd(l) + ... + W35Grd(^) + W3gCAFSc(l) + ... + W44CAFSc(^) 
+ W45DAFSc(l) + ... + W53DAFSC(^) 
OAI Restricted Model(B) 

Y = WqU + WjOAld) + ... + Wj^ggOAI^lS^) 

Full Model Biographical, Job-Related, and OAI Variables (C) 

Y = WqU + Wj^Apt(^) + ... + W53DAFSc(5) + \^^^Okl^^^ + ... + W2420Al(189) 

Note. Ill die cquaiiuun abuvc, Y is a tntcnun variable reprc&tiiiiiig vanuub attitude and reenlistmcnt variables, \v 
iueffii^iciii^ are raw Ivam c^quares rcgrcssiun ^cigltis, supcrbtripicd vcttors are variables idcniificd in Fable 2, and L is a unit 
vector where the wO weiglu represents a regression constant. 
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Figure 2. Schematic diagram of dependent and independent variables. 



Three rcgrcbblon mudcU were developed db ahuwii in Tabic 3. The firbt cquatiun (A) waa rcatrlttcd tu the 33 
blugraphical and jub-related variablcb, the second (B) waa rcbtrittcd tu the 189 OAI ileinb, and the (bird (C) 
included both the biographical and job-rclatcd variables d» well aa the 189 OAI ilciub. The third regrc.'>aiun 
equation ib referred to da the full inudel while the fiibt twu are rcblri^tcd luudclb. Fur each uf the (hrec uiudela, the 
.'^ight attitudinal and reenliblinent criteria were regrcbbcd fur buth bjnipleb. Tabic 1 prcbentb the multiple 
deterniinaliun coefficients vihich resulted fruni cuinputatiuUb fur ihe full inudeib (C) and ihe biugraphical and jub* 
related restricted models (A). In buppurt of hypothebib 1, that airmen attiludcb and rcenlibtnieiit ralcb will vary dn a 
function of biographical attributes, job-related infurnialiun, and uccupatiunal affect da nieabureJ hy the OAI, 
bignificant currelation cuefficientb emerged on all criteria. In ternib of niagnittide, ihc strengthb uf (he full niudel 
multiple relattonbhipb (culumn 2) appear tu be greater fur the cuncurrently meabured aUitudinal criteria dian fur 
the behaviural criteria fur both yearb. This difference wab nut da clearly evident fur the rcblricled niudclb which 
contained only biographical and job-related variablcb. Fur example, the level uf predictive efficiency (.12) 
associated with the restricted model for the 1975 sample uf eligible-ineligible, vuluiitary/invulunlary airmen 
exceeded all other 1975 restricted model correlations. 
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Table 4. Validation Summary and ^ Tests for Global Job 
Satisfaction, Reenlistmcnt Intent and Actual Reenlistment 





Full Models (0 


Re.tricted 
Mcxlelt (A) 


[C).(A) 


N 


dfi 


df2 


F* 


Attitudes 




March 


- April 1973 Survey 






Global Job Satisfaclion 
















Eligible-Ineligible 


.71 


.13 


.57 


1,217 


1 on 

lo9 


979 


10.02 


Eligible Only 


.76 


.17 


.59 


9ol 


1 on 
lo9 


723 


9.38 


Reenlistmcnt Intent 
















Eligible-Ineligible 


.46 


.16 


,0V 


1 917 


1 AO 
1 ov 


979 


2.00 


Eligible Only 


.51 


.19 




061 


1 AO 


658 


2.53 


Actual Reenlistmcnt 
















bligible-lneligible 
















Voluntary- 




1 c 
.10 


.19 


1,131 


189 




1 ^6 


Involuntary 
















Voluntary Only 


.37 


.14 


.23 


968 


189 


730 


1.37 


Eligible Only 
















Voluntary- 


.39 


.16 


.23 


896 


189 


723 


1.46 


Involuntary 
















Voluntary Only 


.44 


.17 


.28 


835 


189 


597 


1.56 


Attitudes 




March 


- April 1975 Survey 






Global Job Satisfaction 
















Eligible-Ineligible 


.60 


.09 


.52 


4,784 


189 


4,546 


31.21 


Eligible Only 


.61 


.08 


.53 


3,753 


189 


3,515 


25.02 


Reenlistmcnt Intent 
















Eligible-Ineligible 


.34 


.12 


.22 


4,784 


189 


4,54o 


7.7o 


Eligible Only 


.35 


.12 


.23 


3,753 


189 


3,515 


6.55 


Actual Reenlistment 
















Lligible-lneligible 
















Voluntary- 


99 


1 9 


.09 


4,017 


189 


^ 770 


2.33 


Involuntary 
















Voluntary Only 


.20 


.10 


.10 


3,650 


189 


3,412 


2.28 


Eligible Only 
















Volunlary- 


.21 


.10 


.12 


2,993 


189 


2,755 


2.15 


Involunlary 














2.15 


Voluntary Only 


.22 


.10 


.12 


2,988 


189 


2,750 



Note. Kull Models (C) tuiilatn OAIand all biugraplutal and juli rcldicd preditUirii. Fur rcbtrrttcd nuidcls (A) the OAI items 
liave been removed. Entries are multiple correlation coeffitienb. Eacli of ibc models (C) toeffitienls were otalistically 
different from zero; £ < .01. 



^All F Ie8l8 eomparing full and restrieted models were signifieant a* JJ < -01. 

A scries of statistical F tests was conducted between the results of (be full (C) and restriclcd (A) models to 
determine whether the OAI items, as a set, coiiuibutcd sigiiifitanti) to the prediction of all criteria, be)'ond (he 
prcdittabiht) attained from employing only the traditional selection, clasbificatlon, and a&sigiuuent variables 
represented by the restricted models.^ Obtained results fully supported the second hypothesis, (hat substantive 
functional relationships between the OAI and the attitudmal and reenlistmcnt criteria would emerge wen when 
effects due to biographical and job-related differences were held constant. The set of OAI items was highly and 

iThere have been Monte Carlo studies (liat indieate that (he F test U "robust" under violation of non iiorinality coiidilions 
even m the extreme ease of a bmary dependent variable. That is, the samphng distribution of the F stalifliic has about Iho same 
shape as it would if tlie dependent variable were normally distributed (see Glass, Peckhani, & Sanders (1072), and luiinry 
(1970)). 




bigmficanily aesociated willi all criteria in both samples (p < .01). This finding was inlerpreled as providing 
supportive evidence tliat pust-enlistment occupational attitudes weie indeed related to airmen's global job 
satisfaction and recnlistmeni intention and, more importanti), that occupational attitudes were related to 
reenlistment behavior. 

Based on the evidence that occupational attitudes were positivel) and significantly related to global job 
satisfaction, reenlistment intent, and reenlistment behavior, the remaining analyses examined the dynamics 
associated with the restricted model equations based exclusively on OAI items (see Equation (B) in Table 3). 

Table 5 presents the multiple correlation results fur the regression of the eight criteria for both samples on the 
variables composed exclusively of OAI items. As Indicated previously for the full model, occupational attitudes, in 
order of magnitude, were most highly related for both samples to global Job aalisfaction, followed by reenlistment 
intent and reenlistment behavior. 



Table 5. Muhiple Corrclttions Between OAI Items and Global 
Job Satisfaction, Reenlistment Intent, and Actual Reenlistment 





1973 Simple^ 


1975 Simple^ 


Criterion 


R 




R 


R« 




Attitudes 








Global Job Satisfaction 
Eligible-Ineligible 
Eligible Only 


.83 
.86 


.69 
.74 


.77 
.77 


.59 
.59 


Reenlistment Intent 
Eligible-Ineligible 
Eligible Only 


.64 
.67 

Reenlistment Behavior 


.41 
.45 


.53 
.55 


.28 
.30 


Eligible-Ineligible 
Volunlary-Involunlary 
Voluntary Only 


.49 
.53 


.24 
.28 


.36 
.37 


.13 
.13 


Eligible Only 

Volunlary-Involunlary 
Volunlary Only 


.55 
.59 


.30 
.35 


.40 
.40 


.16 
.16 



^All iiiullipic corrclalions arc significantly different from a correlation of zero at £ < .05. 



For global job satisfaction, with responses scaled from 1 = extremely dissatisfied to 8 - extremely satisfied, 
validation results for the 1973 sample using the model restricted to OAI Items were = .69 for both eligible and 
ineligible airmen and = .74 for eligible airmen only. For the 1975 samples, the R^ values were .59 for both 
eligibility groups. For reenlistment Intent, staled from 1 ^ definitely will noireenllsl to4 ^ definitely will reenlist. 
validation results from the model restricted to OAI items were highly significant. R^ values were, in 1973, .45 for 
cligibles and .11 for eligibles and ineligibles combined and, in 1973, .30 for ellgibles and .28 for ellgibles and 
ineligibles combined. 

Reenlistment behavior examined under categories of voluntary and involuntary losses revealed that the 
greatest predictive efficiency was attained when reenlistees (coded l) were contrasted with voluntary loaaes among 
eligible personnel (coded zero). R^ = .35 in 1973 and R'='.16 in 1973. The addition of Involuntary losses to form a 
voluntary 'involuntary category for ellgibles had no effect on predictability hi the 1973 sample (R^-.16 for both 
years), but the addition reduced prediction in the 1973 sample by .05, from R^=.35 to R^ = ,30. The third 
reenllstnient versus loss category employed voluntary separations for both eligible and Ineligible airmen. These 
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prediction rcwulU were R^'.28 in 1973 and R^ = .13 in 1975. The addition of Involuniar) lowcb lo form a volun'ary- 
Involuntary category for eligible-ineligible airmen bad little effect on the prediction^) with re^ulti) of R^^*24> in 
1973 and R^-.13 in 1973. In comparing prediction re&ult& for reenli&tinent between eligible-ineligible and eligible 
onl), the earlier reported pattern continued, namely that prediction appeared to be better among eligible airmen. 

\b ^ould be expeUed, the concurrent validation& of tiie OAI against attitudes of global job batibfaution and 
rccniibtment intent were bomewhat higher than the predictive v alio lionb agaiubt bubbequeiit leenlibtmeiu raieb for 
both the 1973 and 1975 samples. 

Analyses of Specific Occupational Attitudes 

Hypothesis 3 proposed that the magnitude of predictive relationbhipb between bpecific OAI itenib and the 
tenure criteria would remain stable acrobs yearb. To examine thib hypothebib, the following analybeb were 
undertaken. The 189 non supervibory OAI ilcmb were conbecutively entered into multiple regrcbbion equationb 
using a btepwise technique. Results from the final btepwibe equationb were examined to determine the relative 
predictive efficiency of individual items. For the sake of brevity, only the firbl five itenib entering the equations 
are reported here. Order of entry, zero-order correlalionb (r), final Icabt bquarcb raw regresbiou weightb (b), and 
average item ratings are presented in Tables 6, 7, and 8, 

Table 6. First 5 OAI Items Entering into 1973 and 1975 
Regression Equations for Global Job Satisfaction Attitudes 



1973 1975 



Criterion'* 


Order 




b 


Mean 


Order 


_r 


b 


Mean 


Eligible-Ineligible 




N = 


= 1,217 






N = 


4,784 




Amount of interesting work you do 


I 


.71 


.13 


4.99 


I 


.65 


.17 


5.01 


Way job uses abilities 


2 


.70 


.14 


4.77 


2 


.62 


.15 


4.95 


Feeling of acconipltshiiicni from work 


3 


.68 


.12 


5.24 


3 


.60 


.10 


5.52 


Supervisor brings out best 


1 


.38 


.05 


5.49 










Work docsn^l bother conscience 










4 


.49 


.07 


5.97 


Social positions in Air Force job 


5 


.52 


.08 


5.31 










Coniribuiions to national defense 










5 


.43 


.08 , 


5.71 


Eligible Only 




N 


= 961 






N = 


3,753 




Cliallengc provided by your job 


1 


.73 


.16 


5.22 


I 


.65 


.11 


5.30 


Way job uses abilities; 


2 


.73 


.14 


4.85 


2 


.63 


.16 


5.05 


Feeling of accoinplishnicnl from work 


3 


.71 


.11 


5.29 


4 


.63 


.11 


5.61 


Supervit>or brings out best 


4 


.41 


.11 


5.57 










Amount of interesting work you do 










3 


.66 


.16 


5.12 


Pace of your work 


5 


.49 


.08 


5.82 


5 


..15 


.04 


5.71 



Note, lligber mean ratings mditale greater Aaiisfatlion willi particular OAI items. Ratings were ataU'J from I = extremely 
dissatisfied Ip 9 = extremely satisfied. 

''All i to ins were significant at p < .01. in stepwise JP to enter tests. 
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Table 7. First 5 OAl Items Entering into 1973 and 1975 
Regression Equations for Reenlistment Intent Attitudes 



1973 1975 



Criterion* 


Order 


X 


b 


Mean 


Order 


r 


b 


Mean 


Eligible-Ineligible 




N = 


1,217 






N = 


4,784 




Consideration given you by Air Foree 


1 


.37 


.03 


4.42 


2 


.32 


.05 


4.31 


Fringe benefits eoinpared witli eivilian job 


2 


.36 


.04 


6.05 


3 


.32 


.04 


5.84 


Contribution to national defense 


3 


.33 


.04 


5.45 


4 


.26 


.03 


5.71 


Air Foree removes irritants 


4 


.36 


.06 


3.64 


5 


.30 


.05 


4.09 


Pay eonipared witli outside 


5 


.35 


.05 


4.25 


1 


.35 


.08 


4,35 


Eligible Oiily 




N = 


= 961 






N = 


3,753 




Consideration given you by Air Foree 


1 


.38 


.03 


^.43 


2 


.33 


.05 


4.38 


Fringe benefits eomparcd with eivilian job 


2 


.38 


.05 


0.10 


3 


.33 


.05 


5.89 


Air Foree removes irritants 


3 


.36 


.07 


3.72 


5 


.31 


.05 


4.15 


Contributions to national defense 


4 


.32 


.04 


5.47 


4 


.26 


.03 


5.77 


Pay eompared witli outside 


5 


.35 


.05 


4.32 


1 


.35 


.08 


4.45 



Note. Higlicr mean ratings indicate greater satisfaetion witli particular OAI items. Ratings were scaled from 1 - cxircincly 
dissatisfied to 9 = extremely satisfied. 



"All items were signifieant al p < .01 in stepwise F to enter tests. 
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Table 8. First 5 OAI Items Entering into 1973 and 1975 
Regression Equations for Actual Reenlisment Behavior 



1973 1975 



Criterion* 


Order 




b 


Mean 


Order 




b 


Mean 


ifilglDIC'lllCllglDlC 


















Vnlif nf iti*v>l n vnl iintnv*v 




li — 


1 1 Q1 
'1)101 








=4,U1 / 




'Wii}^job uses abilities 


1 


.21 


.02 


4.80 










Pay compared with outside 


2 


.18 


.01 


4.26 


i 


.21 


.02 


4.31 


Additional duties in your job 


3 


.10 


.02 


5.23 










Promptness in handling equipment 


















jnalfunetion 


4 


.03 


-.02 


5.10 










ooeial position ni Air Force job 


5 


.20 


.02 


5.32 










Consideration given you by Air Foree 










2 


.19 


.02 


4.29 


Eeononiie security in Air Forec 










3 


.20 


.01 


5.73 


Attention to safety 










4 


.12 


.01 


6.55 


BX and eonimissary facilities 










5 


.05 


-.01 


5.04 


VolunUiry Only 




N 


=968 






N 


=3,650 




Way job uses abilities 


1 


.21 


.02 


4.90 










Consideration given you by Air Foree 




01 






L 


.19 


AO 


4.34 


Information of promotions 


3 


-.01 


-.03 


5.91 










Pay compared witli outside 


4 


.18 


.01 


4.33 


1 


.21 


.02 


4.36 


Mucational opportunities 


5 


.13 


.02 


6.41 










Economic security in Air Force 










3 


.20 


.01 


5.78 


i> 'III '■ 
nccrcation provided by community 










4 


.03 


-.01 


5.25 


'ri| TWf k nc 'III** r\ • 

The WAPS (Weighted Airman Promotion 


















oystem) 










5 


.16 


.02 


4.97 


ligible Uniy 


















Vo 1 u n lary- 1 n V 0 1 u ntary 






=896 








=2,993 




Social position in Air Force job 


1 


.23 


.02 


5.34 










Consideration given you by Air Force 


2 


.22 


.01 


4.43 


2 


.20 


.02 


4.37 


Information on promotions 


3 


-.02 


-.03 


5.91 










Pay compared with outside 


4 


.19 


.01 


4.32 


1 


.22 


.03 


4.34 


Way job uses abilities 


5 


.22 


.01 


4.85 










Fringe benefits compared with civilian job 










3 


.20 


.01 


5.87 


Recreation provided by community 










4 


.03 


-.01 


5.29 


I lie wAPb 










5 


.18 


.02 


5.00 


Voluntary Only 




N= 


=835 






N= 


=2,988 




Social position in Air Force job 


1 


.24 


.02 


5.37 










Consideration given you by Air Force 


2 


.23 


.02 


\M 


2 


.20 


.02 


4.38 


Iiiforniatioii on promotions 


3 


-.02 


-.04 


5.91 










Pay compared with outside 


4 


.20 


.01 


4.34 


1 


.22 


.03 


4.44 


Educational opportunities 


S 


.14 


.03 


6.46 










Fringe benefits compared with civilian job 










3 


.20 


.01 


5.87 


Recreation provided by community 










4 


.02 


-.01 


5.29 


The WAPS 










5 


.18 


.02 


5.00 



Noic. Higher mean raung indicate greater satisfaciion wiili particular OAI ilcma. Ralings were scaled from 1 * extremely 
dissatisfied to 9 ^ extremely satisfied. 

^Ml items were signified at p <.01 in stepwise F to enter tests. 
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In supporl of liypotlicsis 3, the OAI items associated with global job satisfaction in ttie cuinbiiied ' eligible- 
ineligible" and "eligible onlj" samples were observed to be fairly coii»i&teiil for the 2 years and included airiiien*& 
views about the way their jobs used their abilities, their feelings of challenge and accomplibhinunl, ihc ainuunib of 
interesting work they did, and the paee of their work. A similar strategy wai> employed lo examine the relalion&hip 
of specific OAI items to reenlistment intent. These re&ults are shown in Table 7. Comparing [Ucac re&uli& with dioae 
shown in Table 6 suggests that the OAI items related to reenlistment intent are &omewhai different from (he iienib 
which are related to global job satisfaction. The OAI items related to reenli&linenl inienl were generally the same 
for both years, including pay and benefits an compared to civilian jobb, the removal of irrildnlb, the con&lderaiion 
airmen receive, and the opportunity to contribute to the national defense. 

The evidence presented thus far suggests that attitudinal mcasurcb of both global job batibfaction and 
reenlistment intent were related to specific occupational attitudcb in a relatively conbibtent fabliion acrobb yearb, 
although the same five OAI items were not necessarily involved with botli criteria. 

A third analysis was conducted to identify the five most predictive OAI items associated with actual 
reenlistment behav ior. The results of this analysis are bhown in Table 8. In termb of actual reenlibtnient, the resultb 
for all eight samples (four criteria in both years) revealed that reenlibtnient ratCb were pobitively linked with 
airman satisfaction with pay in the Air Force compared with the perceived level of pay in civilian jobb. For all eight 
samples, airmen who were not satisfied with the comparability of pay were more likely to leave the bcrvice. In 
addition, in seven of the eight samples, airmen who indicated that tlicy were batibfied with consideraliun provided 
by the Air Force were also more likely to reenlist. Otiier items which were pobitively linked with reenlibtment for 
the 1973 samples included satisfaction with how Air Force jobb ubC airman abiliticb and batisfaction with social 
position in the Air Force. Airmen in the 1975 samples were more concerned with benefits, including fringe 
benefits, BX, commissary, recreation, and economic security, than were airmen in the 1973 samplcb. In addition, 
nearly all correlations and weightb for the OAI itcnib for both year groupb were pobitivc, indicating that abbociationb 
among reenlistment behavior and specific OAI itemb were direct rather than iiiverbC functions with the exception 
of promotion information. For this particular item, the more batiafied that airmen were with Information on 
promotions, the more likely they were to separate. 




AssesBment of Potential Changes Possible in Dependent Variables 

Based on the rcbultb that bubbtantial relatiunbliipb were evident between attitudcb and global job batibfaction, 
reenlistment intent, and actual reenlistment and the btabiliiieb of the bignificani relationbhipb acrobs tiinc, bome 
attention was focused on the operational utility of thcbc relationbhipb aitd the pobbible impacl that iiught be derived 
by a concerted effort to change prevalent levels of attitudes which were investigated. 

To demonstrate the potential changes which might be possible for the dependent variablcb, a bimulation was 
conducted in which the ratings for the five OAI attitude items which firht entered the regresbion equations in the 
eligible only samples were increased one full attitude scale point from the observed average. This demonstrated the 
potential effect of attitude change programs focused on factors addressed by the first five specific OAI itenis. 

For global job satisfaction in 1973 and 1975, the firsl five OAI items in the eligible-only analysis samples were 
challenge, use of abilities, feelings of accomplishment, supervisor bringing out the best in worker::^, and the pace of 
the work. The lower section of Table 6 presents the mean ratings for these itenis. Cross-multiplying the b weights 
by the mean ratings and adding the products (for 1973: (.16 x 3.22) + (.H x 4.85) + (.1 1 x 5.29) + (.1 1 x 5.5?) + 
(.08 X 5.82)) results in sub-scores that reflect the relative amount of i* fluence of those items (3.17 for 1973 and 
3.06 for 1975) on the calculation of the global job satisfaction averages of 4.75 in 1973 and 1.82 in 1975, The left 
side of Figure 3 shows the placement of these averages on the global job satisfaction scale. 
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Global Job Satisfaction 
Eligible Only 



Extremely g 
Satisfied 

Very Satisfied? f 



Moderately 
Satisfied 



6 - 



Slightly 5 
Satisf ied 

Slightly 4 
Dissatisfied 



Moderately ^ 4. 
Dissatisfied 

Very 2 + 

Dissatisfied 

Extremely | 
Dissatisfied 

Net Change 



/1 97 5 Change 
C (5-^0) ' 
^1973 Change 
(5.35) 

1975 (4.82) 
1973 (4.75) 



1973 +.60 scale points 
1975 +.58 scale points 



Reenlistment Intent 
Eligible Only 



Definitely / 
Will ^ 



Probably 
Will 



Probably 
Will Not 



Definitely 
Will Not 



1 



a 975 Change 

(2.55) 
^1975 (2.29) 

-1973 Change 
(2.19) 

^973 (1.95) 



Net Change 

1973 +.24 scale points 
1975 +.26 Scale points 



Actual Reenlistment Rate 
Eligible Only-Voluntary Only 



o 
o 



s-/ 

>^ 
U 
•H 
rH 
•H 

O 

u 
u 

Q) 

B 
u 

(0 
•H 

§ 



1.0 - 



.9 -- 



.8 



.7 



.1 i. 



1975 Change 

(.48) 
1973 Change 
(.42) 

^1975 (.41) 

4973 (.38) 



Net Change 

1973 
1975 



+.04 scale points 
+.07 scale points 



Figure 3. Effects upon global job satisfaction^ reenlistment intent, and actual reenlistment rates 
of increasing the top 5 OAI attitude item scores associated with the criteria by ^ne attitude scale point. 



If ail attituilc tliange program could bring about an intruabcd average rating of one full stale pom* \ii each of 
ilie OAI ilenij) for eaeli trilerion, it could result in aUilude cliangCb fur the five ilcins from about neutral to between 
dligiitly and moderately satisfied on ibe 9-point OAI sailsfadion rating scale. Tlic corresponding increase in sub; 
scores for these changes would be to 3.77 from 3.17 for 1973 and to 3.64 from 3.06 for 1975. Subtracting the 
original sub-scores from ilie increased sub-scores (3.77 - 3.17 and 3.64 - 3.06) results in net changes of + .60 and 
t.38 criterion scale pointb for the respective years. The expected increases in global job satisfaction resulting from 
the one unit inereases in the OAI mean ratings are shown in the left side of Figure 3. Similar procedures were used 
in the eligible-only sample for reenlistmcnt intent anti in the eligible-only/volunta^f only sample for actual 
reenlistment. Increases of t.24 and t.26 scale points resulted for the 1973 and 1973 predictions of reenlistinent 
Intent. For actual reenlistment rates, increases of 4% and 7% resulted for the 1973 and 197^5 samples. 

More favorable attitudes toward specific OAI items could be effected in a number of ways, such as to modify 
the eharacteristies of the object toward which the attitude is directed. For instance, in regard tu OAI items related to 
actual reenlislmeni rates, increasing pay and educational and fringe benefits would be expected to result in greater 
satisfaction for those items. Since those items were positively and directly related tu reenlistment behavior, it might 
be expected that an increase in positive attitudes toward these factors would result in a higher inclination to 
reenlist. A second way in which attitudes could be made more positive is by changing the perceptions that airmen 
have about the particular item. For instance, consideration and national defense attitudes might be difficult to 
change directly, but might be enhanced if commanders and senior airmen could meet with first term airmen In 
career advisory sessions to discuss the importance of fir&l-term enlistee contributions to mission requirements. 
These sessions could also be used to identify irritants and to suggest ways in which the Air Force could be more 
responsive lo first-term airman concerns. Specific opportunities for accomplishing attitude change interventions 
are presented in the discussion and conclusions section of this report. 



Summary of Results 

In suiiiinary, the overall results of the analyses indicate tliat certain OAI items were directly associated with 
each of the separate criteria across time, though the same types of items did not necessarily emerge for global job 
iiati&faction as compared to the reenlistment inteiil and actual reeiilistiiieiit measures. Considering the results for 
the eligible only categories, which displayed the strongest functional relationships, three major inferences may be 
drawn from an inspection of the r^'sults displayed in Tables 6, 7, and 8. First, global job satisfaction appears to he 
more closely aligned with a different domain of specific occupational attitudes than are reenlistment intent and 
behavior. Challenge, use of abilities, accoinpliblniient feelings, and the pace of the work arc common to global job 
satisfaction in both 1973 and 1973. Second, reenlistment intent and actual reenli&tmeiit behavior appear to be 
con&i&tently aligned on two items across both years, viz., pay compared to civilian jobs and the condide.^ilion given 
airmen by t^e Air Force. Other items that are common to reenlistment intent across both years are fringe benefitb, 
removal of irritants, and contributions to the national defense. Airmen indicating low attitude scores on these type*} 
of Items are more likely to express intentions to separate, and then actually to separate, than are airmen indicating 
they are satisfied with ihese issues. Finally, actual reenlistment behavior exclusively appears io be aligned on social 
position, educational opportunities, and promotion information items in 1973, shifting toward recreation and 
promotion (Weighied Airman Promotion System) concerns in 1975. 



Cro83-Validation of OAI Equations * 

To assess the OAI equations across time, the raw least squares regression weights developed on the 1975 
samples were cross-applied to the 1973 samples and vice versa. Table 9 presents the cross-validation results for the 
1973 development sample regression weights applied to the 1973 samples. As shown, cross- validated coefficients 
were tested for significance, and all resulted in substantial levels of predictive efficiency. 
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Table 9. Cross- Validation Results 
1975 Weights Applied to 1973 Samples 



Origintl 1973 Sample Croii Validation 
Criterion N R^lOO R^lOO dfj df^ 



Attitudes 

Global Job Satisfaction 

Eligible-Ineligible 1,217 

Eligible Only 961 
Reenlistment Intent 

Eligible-Ineligible 1,217 

Eligible Only 961 

Reenllstinent Rates 

Eligible-Ineligible 
Volun la ry-In voluntary 1,131 
Voluntary Only 968 

Eligible Only 
Volunlary-InvoluDlary 896 
Voluntary Only 835 

^All F tests signifieant at p < .01. 

These results indicate that the same overall patterns of ihe OAl ilem and criterion relations existing in the 
1975 samples were also present in the 1973 samples. Again, the resulting coefficients were ordered in magnitude 
for the criteria, global job satisfaction, reenlistnienl intent, and reenlistment behavior. 

Table 10 shows the results from applying the regression weights from ihe equations dt\elopcd on 1973 
samples to the 1973 samples. Results were again significant in terms of the amount of predictive efficiency 
remaining after regression effccis specific to the development samples were no longer present. 

Table 10, Cross- Validation Results 
1973 Weights Applied to 1975 Samples 



Onginal 1975 Sample Cross Validation 
Criterion N R^IOO R^xIOO df| dfj F 

Attitudes 

Global Job Satisfaction 

Eligible^Ineligible 4,784 

Eligible Only 3,753 

Reenlistment Intent 

Eligible-Ineligible 4,784 

Eligible Only 3,753 

Reenlistment Rates 
Eligible«Ineligible 

Voluntary-Involuntary 4,017 

Voluntary Only 3,650 

Eligible Only 

Voluntary-Involuntary 2,993 

Voluntary Only 2,988 



68.79 
74.18 



61.08 
64.54 



1,215 
959 



1,907.06 
1,745.29 



40.84 
45.24 



25.84 
24.63 



1,215 
959 



423.26 
313.36 



23.70 
27.96 



6.50 
2.93 



1,129 
966 



29.31 
29.18 



30.38 
34.65 



3.52 
4.00 



894 
833 



32.62 
34.72 



58.50 
58.89 



28.44 
30.19 



12.91 
13.32 



15.86 
15.89 



48.53 
47.70 



16.47 
14.11 



.89 
2.28 



1.62 
1.51 



4,782 
3,751 



4,782 
3,751 



4,015 
3,648 



2,991 
2,986 



4,508.85 
3,421.44 



942.68 
671.82 



36.07 
85.20 



48.01 
45.82 



^All £ tests significant at^ < .01. 
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Tlic F toot resulU uf the cro8i:-\alidat!on procedurcb provide direct dupport fur hyputhebU 1 cuncerning 
cunbUtent relatiun^Mps acruhb time between the OAI and the attitudinal and behaviuial criteria. Thcbc findingb 
were interpreted a& providing evidence that the multiple relatiunbhipb ubberved iu the dcvclupuicnl bamplcs were 
nul entirely attributable to the capitalisation upun bpecific sample variance, but rathci were indicative of tunbibtent 
patterns which could be replicated in other samples at other times. 



Differential Predictability by Analysis Samples 

Validation of the OAI against ]^bal job satisfaction, reenlistment intent, and reenlistment behavior was 
conducted in sub-samples defined on the basis of reenlistment eligibility and whether losbes were voluntary or 
involuntary. The expectation that prediction would be better among airmen who were eligible to reenlibt and who 
were lost fur voluntary reasons was largely realized, as shown by comparisons of the squared multiple correlation 
coefficients in Table 5. The magnitude of the regression analyses results (|^^) with respect to eligibility and 
voluntary/involuntary sample sub-groupjngs appeuied to be more pronounced for the smaller 1973 sample and 
less pronounced for the larger 1975 sampL. Whether these effects were attributable tu sample year, sample size, or 
a combination of both or other factors remains unknown. These results do, nevertheless, suggest that the 
specification of formal eligibility and voluntary/involuntary categorization does represent a viable and reasonable 
means of differentially assessing reci^istment issues. 



IV. SUMMARY AND SUGGESTIONS FOR OPERATIONAL UTILITY 

In the Introduction section, the importance of increasing reenlistment rates among, quahfied airmen was 
addressed. The Introduction and subsequent sections also described how this research project approached and 
solved the problem of correctly identifying occupational attitude variables which significantly improve the 
prediction of global job satisfaction, reenlistment intent, and actual reenlistment decisions beyond the level of 
prediction possible with biographical aifSi job-related variables. Thib final section offers suggestions on huw the 
results of the study can be used to increase the retention of Air Force personnel. 

While the OAI was successfully validated among first-term airmen against job satisfaction, reenlistment 
intent, and actual reenlistment, the most highly related OAI items were found to be largely different for global job 
satisfaction as compared with reenlistment intent and actual reenlistment. Therefore, improvements to enhance 
global job satisfaction may not necessarily bring about Improvements in reenlistment Intent and reenlistment. 
Likewise, successful efforts to increase reenlistment may not necessarily impact global job satisfaction. 

Attitudinal areas Identified in thib study associated with global job satisfaction were challenge irovided by the 
job, job use of abilities, amount of interesting work done, feelings of accomplishment from the .^rk, and pace of 
the work. Gireer motivation and morale efforts, both locally and Air Force wide, could focus on these areas when 
dealing with first-term enlistee groups. In addition, supervisors might wish to use an instrument such as the OAI 
within their organization to identify attitudes that are unique to job satisfaction in their particular jobs or 
environments. 

Considering the implications for other findings and results. Air Force policies and programs to enhance first- 
term reenlistment could focus on those specific areas that are identified as being related to reenlistment intent. 
This study identified five such areas; pay compared with the outside, consideration given by the Air Force, fringe 
benefits, contributions to the national defense, and Air Force efforts to remove irritants. In each case, efforts, both 
locally and Air Force wide, could be made to influence attitudes in these areas. 

Air Force leaders could use the information on the pay-reenlistment intent relationship to support 
jubiification for increased pay. In addition, an information program comparing the pay of various Air Force jobs 
with similar civilian jobs might be another approach which could be undertaken to influence reenlistment intent. 
Cumulative comparisons of pay and benefits might also be made across the course of a 20-year Air Force career 
compared to a similar career in the civilian sector, emphasizing retirement pay and second career opportunities 
available to Air Force members. 

A second area which holds a potential for enhancing reenlistment intentions is that of consideration for the 
individual. Such concerns could be included in the development of curriculum materials for first-line supervisors 
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wlio imrticipalu in Air Fonx courbus, «utli a» lliu career advisor, Noii-Coiiiinisioiicd Officer Acadciii) , and cnliftled 
supervisor and inaiiagcinciil (raining programs. 

A lliird area for potential enlianeenienl of reeiilialnienl inlenl ia fringe bcnefils. Furlliur »ur\c>ing of Air 
Force pen>oniicl may cMablisli llie liierarcl»> of imporlance for specific benefits. Belter communication of the 
iiuineroua and e.xelusive Air Force benefit.s tliat exist in conlraat to llioae available in the civilian world iiiighl 
furtliur influence reenlistment intentions. 

Influencing altiludea about naliondl defense is >et another potential means of enliaiicing rcenlislmcnt intent. 
If llie imporlance of individual jobs to llie national defense was einpliasi/.ed to a greater extent by supervisors, 
more firsl-leriners may come to learii bow every link in the national defense process is important. Tbis message 
should reach individuals early enough in their careers lo motivate performance on initial job asaignmeiils and to 
influence reenlistment intent. Emphasis might be placed on the special Impurlance of military jobs in wartime 
situations. 

Finally, managers at all lev els could publieize Air F*orce efforts to remove irritants. Many small irritants, such 
as decreasing waiting times in Consolidated Base Personnel Offices and reducing the number of extra duties 
individuals have to perform, are continuously removed by organizations in the normal course of their business. Air 
Forie managers should continue to be sensitive to irritants and should strive to publici/.e progress towi^rd removing 
llieiii. For instance, specific efforts to remove irritants could regularly be reported in the base newspaper. 

This research found that attitudes toward pay, consideration given by the Air Force, and fringe benefits were 
associated with reenlistment intent and with actual reenlistment decisions. Therefore, suggestions for enhancing 
reenlistment intent, such as those provided in previous paragraphs, should also favorably affect adual 
reenlistment. 

In addition tu the local and Air Foree-wide policy and program suggestions jusl discussed, finding from litis 
reserach could be used b) the Leadership and Management Development Center (LMDC). The effect of specific 
occupational attitudes on first-term global job satisfaction, reenlistment intent, and reenlistment could be 
combined with results that are obtained from use of the Occupational Assessment Package (Hendrix & Ilalverson, 
1979). The resuhs could be integrated into LMDC professional development courses to inform persons who make 
decisions that affect life in the Air Force about how the results of their decisions can effect the job satisfaction, 
reenlistment intent, and actual reenlistment of firsl-terni airmen. 
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APPENDIX A: NON-SUPERVISORY ITEMS FROM SECTION II, 
OCCUPATIONAL ATTITUDE INFORMATION, OF THE 
OCCUPATIONAL ATTITUDE INVENTORY 

Respondentb indicate their job batlsfaction attitude for each Item b) using the 9-puint bcak bhuwn below. 

1 Extremely dissatisfied 

2 Very dissatisfied 

3 Moderately dissatisfied 

4 Slightly dissatisfied 

5 Neitlier satisfied nor dissatisfied 

6 Slightly satisfied 

7 Moderately satisfied 

8 Very satisfied 

9 Extremely satisfied 

1. The Air Force's efforts to ren>jve irritants and sources of dissatisfaetion. 

2. The geographical area to which you are assigned. 

3. The moral standards of your co-workers. 

4. The contribution your work makes to the national defense. 

5. The opportunity to choose your close associates on the job. 

6. Personal conveniences provided in the work area. 

7. The amount of social^ contact required by the job. 

8. The attention given to safety in your work area. 

9. The respect that results from your rank and job. 

10. The extent to which your supervisor brings out the best in his subordinates. 

11. Your supervisor's knowledge of the way your job is done. 

12. The need for frequent retraining within your specialty. 

13. Chance to vary your work schedule when required to conduct personal business. 

14. The chance to complete work thai you start. 

15. The adequacy of the information provided you on the Air Force promotion system. 

16. The attitudes of civilians around your base toward the Air Force. 

17. The opportunity to make and implement new suggestions. 

18. The chance to know for yourself when you do a good job. 

19. The efficiency with which your work time is allocated. 

20. The opportunity to meet new people, 

21. The noise level of your work environment. 

22. The chance to be responsible for your own work. >v 
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23. 



The cliance to improve the welfare of others. 



24. 



Your training in where and how to get needed technical information. 



25. 



Your personal relationship with your supervisor. 



26. T^*e priority given to your requests for supplies. 

27. The demand for your skills in llie civilian job market. 

28. The regularity of your work schedule. 

29. The pace of your work. 

30. The amount of "red-tape'' connected with your work. 

31. The cliance for meaningful social contact in your work. 

32. The chance to try different methods on your own. 

33. The chance to (ell others what to do. 

34. The opportunity for promotions in your career field. 

35. The amount of time you spend in job-required communication. 

36. The control your job gives you over niateriah 

37. The availability of useful self-help training materials. 

38. The way your job uses your abilities. 

39. The way your unit handles required General Military Training and Physical Fitness testing. 

40. The educational opportunities provided by the surrounding community. 

41. The amount of pride your co-workers have in their work. 

42. The opportunity to have some control over the time spent with others. 

43. Amount of work space available. 

^14. The recognition you receive from your family for the work you do. 

45. The chance (o feel responsible for a total unit of work. 

46. The securhy of your job. 

47. The promptness with which equipment malfunctions are handled. 

48. Your work schedule compared to the schedule of a typical civilian job. 

49. Chance to engage in physical activity on the job. 

50. Travel (PCS) opportunities for personnel in your specialty. 

51. The BX and Connuissary facilities al your base. 

52. Your pay compared lo what you could make on the outside. 




ERIC 



28 



53. The aiiiounl of exposure to unpleasant chemicals or gases. 

54. The recognition your unit gives for good performance. 

55. Your chance of getting additional training compared to others in your field. 

56. The fairness with which your supervisor assigns work. 

57. Chance to work in different types of situations. 

58. The number of times your work schedule has interfered with personal plans. 

59. Your unit's policy for assigning additional duties. 

60. The cost of living in the area to which you arc assigned. 

61. The friendliness of your co-workers. 

62. Amount of interesting work you get to do. 

63. The challenge provided by your job. 

64. The chance to do work that does not bother your conscience. ^ 

65. The protection provided by the Air Force Life hisurance program. 

66. Your chance for promotion compared to others doing similar work. 

67. The closeness with which you have to work with others. 

68. Your physical safety on the job. 

69. Your social position in the Air Force as a result of your job. 

70. The instructional methods used in your training. 

71. The pace of new developments in your* field. 

72. The similarity between your assignment and your assignment preference. 

73. Your amount of effort compared to the effort of your co-workers. 

74. The importance attached to your job by your co-workers. 

75. The chance to work with different people if you want to, 

76. Adequacy of lighting in the immediate work area. 

77. The amount of cooperation Required. 

78. The feeling of economic security you have in the Air Force. 

79. The status you have in the civilian community bucausic of your job. 

80. The ability of your supervisor to make decisions, 

81. The flexibility of your work schedule, 

82. Opportunity to always have something to do. 
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83. The frequency of reassignment for airmen in your specialty. 

84. The facilities provided by ihe.base. 

85. The physical demands of your job. 

86. Your fringe benefits compared to fringe benefits offered by a civilian job. 

87. The cleanliness of your work environment. 

88. The chance to help people. 

89. The opportunity to use up-to-date equipment. 

90. The chance to receive civilian educational credit for your military job training. 

91. The chance to schedule your time-off. 

92. The amount of work you have to do. 

93. The frequency of overseas or remote assignments for your specialty. 

94. The "know-how^' of the people you work with. 

95. The opportunity to perform activities which are morally acceptable. 

96. The chance to be promoted on the basis of ability. 

97. The level of danger in your job. 

98. The competence of the instructors you have encountered. 

99. The amount of work time spent learning about new procedures or equipment. 

100. The chance to utilize your civilian education and training. 

101. The opportUriity lo "wear several hats/' 

102. The; adequacy of information you receive about unit policies. 

103. The distance to your home of record. 

104. The chance to work by yourself whenever you feel like it. 

105. Normal temperature of your work environment. 

106. The recognition co-workers give to your work. 

107. Your chances of remaining on active duty until retirement if you want to. 

108. The $Wm given a military member by the civilian community. 

109. The time of day tliat you go to work. 

110. The amount of leave time you are allowed. 

111. The way your supervisor handles subordinates. 

112. The opportunity to decide for yourself how to accomplish your job. 
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113. 



The opporlunily for you or your family lo travel al mililary rales. 



114. Convenience of the location of the work area lo mess facilities and living quarters. 

115. The extent to which you take the blame for others mistakes. 



117. The chance to make your grievances known. 

118. The amount of non-scheduled work you have to do. 

119. The leave policy of your unit, ^ 

120. The size of your base. 

121. The importance of your work. 

122. The chance to do things which do not violate your sense of right and wrong. 

123. The amount of dependence on others to get the job done. 

124. The pride your family has in your work. 

125. The similarity between your training and the requirements of the job. 

126. Chance to use your military training. 

127. The feeling of accomplishment you get from your work. 

128. The availability of information on Air Force policies and practices. 

129. The size of the surrounding community. 

130. The chance to work with other people. 

131. The time pressures of your job. 

132. The opportunity to associate with people you like. 

133. The chance to receive community recognition for your work. 

134. The on-base housing. 

135. The way you supervisor trains subordinates. 

136. The condition of the tools or equipment you use. 

137. The chance to acquire valuable skills. 

138. The number of hours you work per week. 

139. The assignment possibilitites associated with your career field. 
MO. The weather at your base. 

141. The chance to work at your own pace. 

142. The additional duties associated with your job. 



116. 



The importance of your job performance to the welfare of others. 
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143. Tile quality of medical care provided by llie Air Foree. 

I'kk The physical appearance of the work area. 

145. Tile praise you gel from your supervisor. 

146» The chance lo feel lhal you perform a service lo others. 

147. The training you have received to perform your current job. 



148. Tile avaihhilty of necessary materials or supplies. 



149. Chance to regularly perforin, a variety of tasks. 



150. The frequency of slack periods on llie job. 

151. Travel (Tl)Y) opportunities for personnel in your specialty. 

152. The '"spirit of teamwork" which exists between your co-workers. 

153. The chance to avoid situations which violate your religious beliefs. 

154. The rctircmcnl income you would receive from an Air Force career. 

155. The Weighted Airman Promotion System (WAPS) 

156. The adequacy of your training for meeting emergency situations. 

157. The technical competence of your supervisor. 

158. The opportunity provided by the Air Force for sclf-iniprovcnieiit education. 

159. The chance to socialize with people whose work is different from yours. 

160. The amount of responsibility for equipment or supplies. 

161. The feelings you get from wearing the Air Force uniform.^ 

162. The chance to know where you stand with your supervisor. 

163. The exlcnl lo which tools and equipment are shared by co-workers. 

164. The chance to prepare for your eventual return to civilian life. 

165. The opportunity lo move around in your job. 

166. The amount of paperwork required lo do your job. 

167. The extent lo wliicli those you work with "share the load." 

168. The anionnl of "dirty-hand*' work you do. 

169. The amount of required telephone communication 

170. The control your job gives you over people. 

171. The Vvay your supervisor cvahialcs your work. 

172. Opportunity lo vary your work methods or procedures, 
^tlcm 161 was not included in tlic analysis. 
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173. The consideralioii given you as a person by the Air Force. 

174. The recreational opportunitites provided by the surrounding community. 

175. The amount of competition among your co-workers. 

176. The cost of TDY versus the payment received. 

177. Amount of time you must work in extreme temperatures. 

178. Your knowledge of the operation of the Air Force promotion system. 

179. The safety program in your unit. 

180. Your organization's OJT training program. 

181. The concern your supervisor shows for the welfare of subordinates. 

182. The extent to which your military pay covers your living expenses. 

183. The living and working conditions faced on TDY. 

184. The amount of authorized time off for meals. 

185. On-base and off-base transportation facilities. 

186. The opportunity to get enough sleep during an average 24-hour day. 

187. The quality of base quarters, barracks, or civilian housing in which you live. 

188. The quality of food and availability of eating facilities at your base of location. 

189. The opportunity for an off duty job, 

190. Your work schedule. 
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APPENDIX C: IDENTIFICATION OF VOLUNTARY AND INVOLUNTARY 
SEPARATIONS: SPECIAL PROGRAM DESIGNATOR (SPD) CODES UNIQUE 
TO THE 1973 AND 1975 FIRST-TERM ENLISTED SAMPLES 

SPD GUMifjcttions for VolunUry Scpwttions from the Air Force 
203: Separation or release on expiration of term of service (ETS). 
221: Attrition, discharge-pregnancy. 

318: Separation or release prior to ETS, for convenience of Government, conscientious objector. 

411: Separation of release prior to ETS for convenience of Government when directed by HQ USAF, insufficient 
service retainablility for permanent change of station (PCS) (overseas returnees only). 

413: Separation or release prior to ETS for convenience of Government when directed by HQ USAF, early release 
to attend school. 

421: Separation or release, prior to ETS for convenience of Government when directed by HQ USAF, early release 
for Christmas. 

710: Separation or release, prior to ETS for convenience of Government when directed by HQ USAF, early release 
of first-term airmen with selected skills and ETS dates. 

715: Vol early release to serve with Air Force Reserve 

716: Vol early release to serve -with Air National Guard. 

730: Separation or release prior to ETS for convenience of Government when directed by HQ USAF, insufficient 
service rctainability for PCS (other than overseas returnees). 

41E: Separation or release prior to ETS for convenience of government when directed by HQ USAF, obesity. 

JBM: Discharge, overseas returnee having insufficient rctainability for PCS. 

JED: Separation, CONUS based airman having insufficient rctainability for PCS. 

KBK: Discharge at ETS. ^ . ^. 

KCF: Vol discharge: attend educational facility. 

KCG: Separation, CONUS based airman insufficient rctainability for PCS, voluntary discharge to accept 
employment in civilian law enforcement. 

KCM: Vol discharge, conscientious objector. 

KDB: Vol discharge, hardship 

KDF: Vol discharge: pregnancy or childbirth. 

KDM: Vol early discharge for Christmas authorized by HQ USAF. 

KDQ: Vol discharge. Air Force*" nonfulfillment of enlistment agreement of promises. 

KDR: Vol discharge, first-term airman strength reduction authorized by HQ USAF. 

KND: Vol discharge, requested by member for miscellaneous reasons. 

LBM: Release and transfer to Air Force Reserve, overseas and returnee iiaving insufficient rctainability for PCS. 
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LED. Release and transfer to Air Force Reserve, CONUS based airman liavnig insufficient retainabillty for PCS. 



MBK: Release and transfer to Air Force Reserve at obligated ETS. 



MCF: Vol release and transfer to Air Force Reserve: attend educational facility. 



MDM: Vol early release and transfer to Air Force Reserve for Christmas authorized by USAF. 

MDR; Vol early release and transfer to*Air Force Reserve, first-term airmen, strength reduction directed by HQ 



USAF. 



MEA; Vol release and transfer to Air Force Reserve, from extended enlistment at original ETS. 

MND; Vol release and transfer, to Air Force Reserve requested by member for miscellaneous reasons. 

227: Attrition, discharge - hardship/dependency. 

246: Attrition, request for discharge for the good of the service. 

260: Attrition, unsuitability - inaptitude. 

261: Attrition, unsuitability - inaptitude. 

264: Attrition, unsuitability - character and behavior disorders. 

265: Attrition, unsuitability -^.cj^aracter and behavior disorders. 

270: Retirement, physical disability retirement - placed on temporary disability retired list. 
284: Attrition, misconduct - convicted by civil court during current term of military service. 
292: Attrition, discharge - convicted by court martial - other than desertion. 
386: Attrition, unfitness - and established pattern for shirking. 

46A. Attrition, unsuitability - apathy, defective attitudes, and inability to expand effort constructively. 
16C. Attrition, unsuitability - apathy, defective attitudes, and inability to expand effort constructively. 
46D: Attrition, unsuitability - sexual deviat<^aberrant tendencies). 
474: Attrition, deaths - all causes. 

490: Dropped from unit rolls, absent without leave, and desertion. 

491: Dropped from unit rolls, as a prisoner, court mattial (in custody of USAF authorities). 
496: Dropped from unit rolls - prisoner, court martial (in US disciplinary barracks). 

703. Separation or icelease prior to ETS for convenience of Government when directed by HQ USAF, marginal 



DFS: Resignation for the good of the service. 

OKA. Invol discharge, misconduct, frequent involvement of a discreditable nature with civil or military 
authorities. 

GKB: Invol discharge: misconduct, civil court disposition. 



producer. 
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CKK. Invol discharge: misconduct, drug abuse. 

GMB: Invol discharge, unsuitability, pen^onality disorder. 

CMC; Invol discharge, unsuitability, failure in alcoiiol abuse treatment and rehabilitation program. 
CMH: Invol discharge, unsuitability, financial irresponsibility. 
HFT: Invol discharge for exceeding Air Force weight standards. 

HKA: Invol discharge; misconduct, frequent involvement of a discreditable nature with civil or military 
authorities. 

HKB; huol discharge, unfitness, frequent involvment of a discreditable nature with civil or military authorities. 
HKC: Invol discharge: misconduct, homosexual acts. 
'HKC: Invol discharge: misconduct, fraudulent enlistment. 
HKK: Invol discharge: misconduct, drug abuse. 
HKL: Invol discharge: misconduct, sexual perversion. 

HLB; Invol discharge, unfilness, frequent involvment of a dibcredltable nature with civil or military authorities. 

HLC: Invol discharge, unfitness, homosexual acts. 

HLF: Invol discharge, unfitness, drug abuse. 

HMD: Invol disch&rge, unsuitability, personality disorder. 

HMF: Invol discharge, unsuitability, aberrant tendencies. 

HMH: Invol discharge, unsuitability, financial irresponsibility. 

HMJ: Invol discharge, unsuitability, apathy, defective altitude, or inability to expend effort constructively. 
HML: Invol discharge, unsuitability, (pre-service homosexual act) (homosexual tendencies). 
HMM: Invol discharge, unsuitability, personal abuse of drugs (otiier than alcoholic beverages). 
JEM: Invol discharge, marginal or nonproductive performer while assigned to an organizational unit, 
JFL: Discharge by reason of physical disability with entitlement to severance pay. 

JFM: Discharge by reason of physical disability which existed prior to service, not entitled to severance pay. 
JGH: Invol discharge, minimally productive/limited potential airman. 
JJD: Conviction by court martial: other than desertion. 
JMB: Invol discharge: unsuitability, personality disorder. 
JMH: Invol discharge, unsuitability, financial irresponsibility. 

JMJ: Invol discharge, unsuitability, apathy, defective attitude, inability to expend effort conslruclivcly. 
JMM: Invol discharge, unsuitability, pt!J30nal abuse of drugs (other than alcoholic beverages). 
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JPB; Invol disciiarge, unsuitability, personal abuse of drugs (other than alcoholic beverages). 
JIO: Invol discharge: withdrawal of AFSC, non-retainable for required retraining. 
KFS: Discharge: request for discharge in lieu of trial by court martial. 

SFJ: Retirement, permanent physical disability. 

SFK: Placement on<the temporary disability retired list. 
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